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	Quotes That Inspire

"Success is how you bounce off the bottom"

General George S. Patton

101 Ways to have a Great Day at Work by Stephanie Goddad Davidson 

  

" Big shots are only little shots who keep on shooting. " -Christopher Morley"

Trust that you have everything you need inside of you to make a decision. Even if the decision is "wrong" later, you will learn from it. There are no bad decisions, only better ones. 

Common Employer Mistakes in Employee Screenings - The Improper Use of Employment Credit Reports:

The use of credit reports in employment situations  should be very carefully reviewed by  employers. 

There is a law that prohibits terminating the employment of a current employee due to bankruptcies. 

The Third Circuit Court of Appeals recently ruled against an individual who was denied employment because of a bankruptcy in their past. The Court noted that there were two sections of federal law concerning bankruptcy and employment. Under 11 U.S.C. Section 525(a), Congress specifically stated that a governmental unit could not deny employment based upon a bankruptcy. 

 

Congress later added a section 525(b) covering private employers that read:

 
(b) No private employer may terminate the employment of, or discriminate with respect to employment against, an individual who is or has been a debtor under this title..." 

 

The section concerning private employers did not specify that a private employer could not deny employment to an applicant due to bankruptcy. 

BUT, DON'T THINK YOU CAN AUTOMATICALLY USE BANKRUPTCIES TO DENY EMPLOYMENT FOR APPLICANTS. 

A job applicant could file a claim of discrimination under Title VII if it can be shown that the use of bankruptcy creates a disparate impact on the basis of race, creed, color, nationality, sex, or some other prohibited criteria.


	This free eNewsletter is brought to you by Randisi & Associates, Inc.  Periodically, we'll bring you news and ideas to help you in your business life. If you wish to unsubscribe at any time, please reply to this message with Unsubscribe in the subject line.
Well, one year closes and a New Year is upon us. The first article lists advice from Judy Williamson that can help put this coming year in perspective. 

Does drug and alcohol testing really work? Some say yes and some say no. In my opinion, it is impossible to prove a negative. How can you quantify the accident that doesn't happen or the person that isn't killed by keeping illegal drug users out of your workforce. So rather than get bogged down in the argument, we decided to present some facts and some good advice for employers in this month's second article.  Want to calculate the cost of not having a drug or alcohol program? Here are two web sites that can help:

http://www.alcoholcostcalculator.org/alcohol/?page=form&employed=1
http://www.questdiagnostics.com/employersolutions/ROI/ES/index.html
 Information in this newsletter is not intended as legal advice. Please consult legal counsel before taking any actions. 
I hope you find this month's newsletter beneficial.

Jim Randisi

410.494.0232

Lessons learned during the past year

Napoleon Hill Yesterday and Today Issue 206 - Napoleon Hill Foundation [yesterdayandtoday@Napoleon-Hill-News.com]

Know that the sun rises every single day even after the darkest night. 

The Creator is benevolent so acknowledge the gifts brought to you.  

Be in the moment.  The present is all we have.  Longing for the past and worrying about the future are fruitless endeavors.

Welcome change even if it's an uninvited guest.  Change is the one constant.  Make friends with it.

Embrace the real you.  There is no one else like you in the Universe.

Learn to love the mundane task.  By polishing your skills through repetition, repetition, repetition you will shine with the stars.

Allow others to speak and you simply listen.  Good exercise in self-control and personal development.

Accept the inevitable because it always is.

Be Your Very Best Always,

Judy Williamson

http://mailer.napoleon-hill-news.com/common/SignMeUp.html
Tackling Drugs in the Workplace 
The following is a summary of articles titled Putting Drug Screening to the Test that appeared in the November 2010 issue of HRMagazine, published by SHRM, Society For Human Resource Management by Rita Zeidner.

Every day, 14 million employed alcohol and drug abusers—about 10 percent of adult workers—put the nation’s businesses at serious risk. They cause life-threatening accidents and make costly mistakes. They flummox supervisors and peers, driving down productivity. They take more sick days—and send health costs skyrocketing. In September, federal officials unveiled 2009 survey findings showing that the proportion of illicit drug users older than age 12 increased from 8 percent to 8.7 percent of the U.S. population during one year.
One employer's story - After employees, on drugs and alcohol at the time of their accidents, wrecked two of his trucks, Green concluded that he had to do more to keep drugs, and employees who use them, away from his business. Since 1986, shortly after the two back-to-back incidents, Green has made all job offers at Chamberlain Contractors Inc. conditional upon passing a drug test. He also has been randomly testing 10 percent of his 75 employees every other month. "I got tired of enabling people’s negative behaviors," he says. 

On-the-job accidents are also down, and, as a result, so are his workers’ compensation costs. After five years of drug testing, his workers’ compensation premiums were down $100,000—even though staffing grew during that period.

Today, on the rare occasion an employee tests positive, Green grants one chance at rehabilitation, firing anyone who tests positive a second time.

The U.S. Department of Health and Human Services recommends that employers follow these rules to ensure fairness and avoid lawsuits.

Do:
· Identify and comply with relevant federal or state laws.

· If applicable, talk with union officials.

· Use a U.S. Department of Health and Human Services-certified laboratory and a medical review officer.

· Develop a system to protect the confidentiality of employee drug-testing records. 

· Designate a person at your workplace who will receive the test results from the lab and keep them confidential.

· Notify employees 30 to 60 days before the drug-testing program goes into effect.

· Abide by any policies communicated to employees. 

· Disseminate employee or job applicant test results only to those who need to know.

Don’t:
· Enforce a workplace policy inconsistently. 

· Publicize drug-test results. 

· Take action if only an initial positive drug-test result is available. A confirmatory test must always be conducted on specimens that had initial positive drug-test results.

· Use unaccredited laboratories.

· Address drug abuse without addressing alcohol abuse. 

· Confront a suspected drug user alone. Confronting a person under the influence or engaged in illegal behavior could be physically dangerous. In the event of legal challenge, it helps to have a witness.

· Allow impaired employees to drive home. Have a supervisor drive them.

The following is a summary of articles titled What To Do About Substance Abuse that appeared in the November 2010 issue of HRMagazine, published by SHRM, Society For Human Resource Management by Robert J.Grossman.

According to 2008 data from the federal Substance Abuse and Mental Health Services Administration, 10.2 percent of full-time employed adults and 11 percent of part-time working adults are substance-dependent. Of these approximately 14 million workers, about 85 percent are hooked on alcohol alone or on alcohol and drugs; 15 percent abuse drugs only. The percentages have stayed fairly steady since 2002. Marijuana remains the most popular drug; use of cocaine and ecstasy has dropped, but use of prescription painkillers is increasing rapidly. 
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By Industry Sector

In March 2008, researchers with Ensuring Solutions to Alcohol Problems, a
project at The George Washington University in Washington, D.C., analyzed
federal government data from two large surveys, the National Survey on
Drug Use and Health and the National Comorbidity Survey, to estimate the
workplace impact of alcohol problems.

Male  Female Overall

Leisure, hospitality, arts 174% 126% 15.0%
Construction and mining 15.2 10.0 14.7
Wholesale trade 146 53 1.9
Professional 133 7l 106
Retail trade 134 6.2 97
Finance and real estate 1.2 76 92
Manufacturing 95 6.5 86
Transportation and utilities 91 48 82
Information and communication 274 48 8.1
Agriculture, forestry, fishing and hunting 8.7 19 12
Other services 89 38 64
Education, health and social services 94 43 54

Public administration 6.4 41 53




http://www.shrm.org/Publications/hrmagazine/EditorialContent/2010/1110/Documents/1110grossman1.jpg
What Managers and HR Professionals Can Do
Unless they are well-trained, supervisors often let substance abusers fly under the radar until they’re forced to act after a failed drug test, accident or embarrassing incident. Managers and HR leaders have important roles to play in choosing and monitoring EAPs—and they can’t pass the buck when EAPs perform poorly. "EAPs are tools of HR," Pompe explains. "When the job doesn’t get done, it’s too easy for HR to blame the EAP."

Don't Fear Litigation

HR professionals often cite the Americans with Disabilities Act or other perceived legal threats as reasons for not intervening.

"Substance dependence is a disability, but that doesn't mean you have to keep someone or can't discipline them. The person has to be able to perform," says Charles J. Lattarulo, clinical director at Harris, Rothenberg International, a regional employee assistance program.

Under the act, employers cannot fire, refuse to hire or refuse to promote someone solely because he has a history of substance abuse or enrolls in rehabilitation.

Here’s how Managers and HR professionals can have impact: 

Practice tough love. "If somebody has a problem and it’s affecting their work, it becomes pretty apparent," Weingart says.  
Don’t overlook HR responsibilities. HR professionals "focused on training and helping workers and supervisors. All this stuff is getting short shrift these days."
Make performance evaluation a priority. Supervisors must be trained to monitor performance daily and to become skilled in identifying problems, Sonnenstuhl says. "Train them to give progressive discipline so at-risk workers have a chance to get help. Harris, Rothenberg includes manager training costs in its fees. The training focuses on how to identify behaviors that may be typical of addicts, how to document such behavior and how to confront people. Managers express relief "when they learn there’s a way to deal with their situations," says Harris.
Foster constructive confrontation. Work with supervisors to increase referrals. 
Test. 

Let experts do their jobs. Remind supervisors never to make diagnoses; only mental health professionals are competent to do so. Judge and document conduct and performance; leave the reasons why to experts. 
Select EAPs carefully. 
Demand meaningful metrics. Well-crafted programs can be remarkably effective, but you’ve got to be committed, Sonnenstuhl says. "If you make your EAP accountable and commit to constructive confrontation, you can clean up your drinking and drug culture and invigorate your organization." 
Go at it full-bore. "Don’t fool yourself by thinking a window-dressing approach will cut it," Pompe concludes. "If you want to have an impact, you need a comprehensive strategy." 


